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BLACK GENERAL OFFICERS: WHY WE LACK THEM
The Military Leadership Diversity Commission (MLDC), which was mandated by the 2009 National Defense Authorization Act (NDAA), calls for greater diversity in the military's leadership so it will better reflect the racial, ethnic and gender mix in the armed forces and in American society. The commission, which was comprised of a committee of two dozen people consisting of current and former military personnel, businessmen and other civilians, presented a report in March 2011 which determined the United States military is too white and too male at the senior most ranks and needs to change recruiting and promotion policies. In accordance with a September 2008 report by an independent panel, 77% of senior officers in the active-duty military are White, while only 8% are Black, 5% are Hispanic and 16% are women.
1 On March 1, 2012, the
General Officer Management Office (GOMO) published a General Officer Minority
Report -Total Force, which in addition to active duty general officers included United
States Army Reserves (USAR) and United States Army National Guard (USARNG) mobilized general officers. Based on the report, the total number of general officers ranging from colonels promotable to four star generals was 423. Of the 423, 38 were Black (8.98%), 9 of the 38 were West Point graduates, and 3 of the 38 were female. Of the 35 Black male general officers, 13 were combat arms officers (37%), and 6 of the 13 combat arms officers were West Point graduates. While statistics should never be the primary motivating source for promotion to the rank of general officer, our Nation's civilian and military leaders cannot dismiss or totally ignore these statistics. Taking into consideration the manner in which media reports influence public opinion across the globe, reports and findings of this nature are cause for alarm and require senior leaders to determine underlying factors that influence these types of problems and subsequently develop solutions to fix and mitigate them. The MLDC went on to note, "efforts over the years to develop a more equal opportunity military have increased the number of women and racial and ethnic minorities in the ranks of leadership" but, the report asserts, "despite undeniable successes … the armed forces has not yet succeeded in developing a continuing stream of leaders who are as diverse as the nation they serve." 2 Given these circumstances, Army senior leaders must once again become pioneers and set the example for the rest of the Nation to follow. In doing so, these senior leaders can use their own career experiences as an example because they are products of a military that instituted robust equal opportunity programs over 25 years ago which are in part responsible for the advancement made to date with respect to racial, ethnic and gender inclusion. Not only did the military's current cohort of senior level leaders develop under these circumstances, they also developed their subordinates under these same conditions.
Historically, when the Army has faced a problem of this nature it has always managed to resolve the problem in a manner that establishes an example for other "I understand that the Army is in the process of developing a strategic plan to correct this imbalance in efforts to resolve congressional concerns regarding the lack of qualified African-Americans who obtain the rank of General Officer in the Army. While the Army has made a good faith effort to address areas of minority underrepresentation, more aggressive steps are needed in order to achieve a fully diverse force and capitalize on the strength of this diversity. timeframe (sic) the Army has yet to identify concrete metrics to capture performance progress. Having addressed this issue for the past three years, the Army should be able to provide tangible results as a true measure of the leadership's commitment to institutionalizing diversity into the culture through their effective and efficient practices."
Number of Army General Officers Authorized by Law
In addressing this concern, the Army cannot simply increase the number of States Code (USC). Officers in positions so designated shall not be counted for the purposes of the limitations. 13 As indicated in this summary, general officer management in the Army is a dynamic, highly visible, and complex system that is significantly influenced by law and policy. Historically, Congress has been very involved in all aspects of officer management and supportive of enhancing the effectiveness and professionalism of the officer corps. 14 One could ask what the system is and who manages the pipeline for general officers, and how does the Army ensure the right and best are selected for senior leadership positions? It starts with our officer accessions process. "The number of officers, by grade and specialty, are defined by Army requirements, law, budget and policy. The combination of these factors determines the number of officers to access, promote, develop, assign and separate." 15 Officer Accessions
According to the Army's Officer Personnel Management Division, the accessions process is designed to access and integrate the right number of officers into the right branches or military occupational specialties, in order to meet the needs of the Army within current authorized manpower and budgetary constraints. 16 The officer accessions process provides the means to support the Army officer corps and by default has the most impact with regards to influencing the representation of minorities at senior levels in the future force. 17 on the other hand, has remained relatively steady over time approximately 5% to 6%)." 22 Officer Branching
The specific type of career field an officer is assigned to is important as it pertains to promotion to general officer and is an essential part of the accessions process called branching. Every primary Army officer commissioning source has a different branching process which often times leads to confusion and dissatisfaction. By definition, a branch is a category of officers that comprises an arm or service of the Army in which, as a minimum, officers are commissioned, assigned, professionally developed and promoted through their company grade years. 23 Officers are accessed into a single basic branch and will hold that branch designation, which is later augmented between the 5th and 6th years of service with a functional area. The branch an officer receives upon commissioning is based on the needs of the Army. 24 The officer branching process is the first genuine discriminator the Black officer encounters in the Army officer corps and represents the first systemic flaw in the officer corps career progression system which impacts the general officer ranks.
Currently, the senior ranks of the officer corps are heavily populated with West Point graduates, who have a narrow demographic background. This is important because the source of pre-commissioning education affects the likelihood of promotion. 25 to 90% leadership and only 10 to 30% management." 34 Until Army leaders develop strategies and provide the necessary leadership required to achieve diversity among the most senior ranks and make changes to the current accession and branching systems, we will continue to lack Black general officers. Failing to achieve this significant imperative does not reinforce the narrative "diversity is critical to the Army's The Army's plan to produce more Black general officers should incorporate the following recommendations referenced by the MLDC. To begin with the Army must improve outreach and recruiting strategies to address the accessions process and assist in increasing the initial flow of Black officers in the Army. Secondly, the Army must eliminate barriers to career advancement; this recommendation implies having a standard branching process across all three commissioning sources. Essentially, the Army must eliminate or enforce the same standards for initial career field designation (branching) and subsequent career assignments to key positions. 38 Finally, the Army must institute a system of accountability, which includes legislative oversight of promotion processes. This will ensure the consistent and sustained implementation of the plan and vision. Senior leaders should hold internal accountability reviews and make adjustments as required. To ensure the diversity effort gets on "track" and stays on track, a pre-requisite and basis of evaluation for nomination and confirmation to the 3- and assignment processes which underpin officer corps management standards and practices. Despite the criticisms and comments put forth in this paper, the Army has the finest officer producing programs in the world. This does not imply, however, that we cannot make improvements to the current system; we can take the best of the three officer producing systems and make one Army-wide standard for accessions, branching, and assignments. The Army can demonstrate an increased commitment to diversity in its general officer ranks by ultimately implementing a proactive strategic approach to officer accessions, branching and assignments, to increase Black officer integration at the general officer level.
If we are unable to recruit and maintain a diverse officer corps which mirrors the nation demographically, the Army assumes the risk of creating challenges which could produce personnel challenges, impact readiness and undermine our professional 
